3.1 ADVANCE EQUALITY OF OPPORTUNITY BETWEEN PERSONS WHO SHARE A RELEVANT PROTECTED CHARACTERISTIC AND PERSONS WHO DO NOT SHARE IT

Included in this section:
British Sign Language Plan, Charter Marks (Athena Swan, Race Equality Charter, Stonewall Workplace Equality Index), Court Diversity, Disability Confident Scheme, Gaelic Language Plan, Mental Health and Wellbeing, Staff Survey 2022 Results, University of Sanctuary, At – Risk Fellowship Scheme 

3.1.1 British Sign Language Plan 

3.1.2 The University continues to implement its British Sign Language Plan and has established a working group to take forward the initiatives. Key areas of note are: 

· British Sign Language (BSL) interpreters were available on campus during the University’s Open Day on the 1st of October 2022 and Offer Holder Day on the 27th of April 2022. Translation was available on key talks – (Welcome, Finance, Applying to UCAS, Accommodation) and for subject talks for specific visitors. Any visitor who, when registering, identified as needing assistance was contacted by the University for further details about which talks, they planned to attend. If the University was alerted on the day to specific requirements, it did everything possible to arrange for the additional sessions to be translated. Talks which were to be interpreted were highlighted in the printed guide
· Challenges exist in accessing BSL interpreters in the Northeast of Scotland.  This is an issue the British Sign Language Working Group is aware of and will continue to raise at local and national networks
· All graduation events are signed by a BSL interpreter
· Links have been re-established with RGU and NeSCOL to identify where shared initiatives could drive BSL awareness across the three institutions.

3.1.3 CHARTER MARKS

3.1.4 Athena Swan Charter 
The University continues to progress its long-standing commitment to the Athena Swan Charter to drive understanding of barriers to gender equality and the actions required to address them. Of note since the last report in 2021;
· The University, the Rowett Institute, THE School of Natural and Computing Sciences and the Institute of Applied Health Sciences retained their Bronze awards
· The School of Biological Sciences was awarded Silver level in April 2023. This is the second School after School of Psychology to be awarded Silver in our Institution  
· The School of Education has applied to Silver level. The outcome is still to be received
· The School of Divinity, History, Philosophy & Art History have applied to retain their Bronze award. The outcome is still to be received
· Each Head of School signed up to the principles of the Transformed Athena Swan Charter

Key actions which have been taken since 2021 to support the Athena Swan principles include:

· Creation of the Parents’ Guidebook which provides guidance on the support available on return to work from leave, the locations of the two dedicated nursing rooms (Old Aberdeen and Foresterhill Campuses), other rooms available for breastfeeding and how to request a personal fridge for storage of milk. Breastfeeding is welcomed in all social areas and posters have been designed to highlight this
· During the pandemic, events and meetings were delivered virtually where possible. Meetings and events have also been recorded where appropriate so that colleagues who are unable to attend can keep up to date
· Vacancies continue to be advertised with clear links to EDI and flexible working opportunities
· The Equality, Diversity, and Inclusion Policy is currently being reviewed. Changes include the addition of an appendix that details third-party and University support available to staff and students. The Policy also includes an expansion beyond the nine protected characteristics to include groups such as those who have experienced perinatal loss
· In 2021, a Workload Reduction Toolkit was launched to address workload pressures 
· The Business School, the School of Engineering and the School of Divinity, History, Philosophy and Art History (DHPA) appointed female Heads of School. The School of DHPA is also led by a woman
· The Athena Swan Forum was replaced with the EDI Forum to streamline work in this area
· As part of initiatives to address the Gender Pay Gap, the University rolled out a Social Bias Observer Scheme within its promotions process. This involves a member of staff trained in Unconscious Bias sitting within a promotions or regrading panel and highlighting biased behaviour or comments
· A Gender Equality Steering Group is being established to drive forward the University’s institutional Silver level Athena Swan submission.

The Schools are working towards detailed specific action plans to support their ambitions with the Athena Swan Charter and at institutional level an extensive gender action plan is being progressed. 

3.1.5 Disability Confident Scheme
The University renewed its Level 1: Disability Confident Committed status in December 2021. Work is being undertaken to advance the University to Level 2: Disability Confident Employer of the Disability Confident Scheme. A number of initiatives are currently being progressed to support this, including the development of comprehensive guidance on reasonable adjustments for staff with disabilities and their line managers.

3.1.6 Race Equality Charter
To progress work on antiracism, in 2019 the University signed up to the Advance HE Race Equality Charter, which provides a framework through which institutions work to identify and self-reflect on institutional and cultural barriers faced by racialised groups. The University adopted the principles of the Charter and is working towards a Bronze level submission in February 2024.

In September 2020, the Race Equality Strategy Group (RESG) was established to drive forward change on race equality and to act as the self-assessment team for the Institutional Race Equality Charter Bronze application. This means that the Group is responsible for collecting and analysing appropriate quantitative and qualitative data which can be used to identify where racial under-representation exists in the University, where barriers exist for staff and students from racialised groups and how and when racism, including systemic racism manifests.

RESG launched a series of listening activities, commencing in 2020 (for example, interviews, focus groups and online submission forms) with the aim of empowering staff and students from racialised groups to engage and share their experiences of racism and ideas for combatting it. The Staff and PGR Race Equality Network was established to provide a safe space for staff and students to share their experiences and seek support.

3.1.7 Stonewall Workplace Equality Index
The University remains a member of the Stonewall Diversity Champions Programme and achieved a Silver Award in the 2022 index. This is recognition of the wide-ranging input from across the organisation to make the University a more welcoming and inclusive space for LGBT+ staff and students. 

3.1.8 [bookmark: _Hlk126574899]Court Diversity and Compliance with the Gender Representation on Public Boards (Scotland) Act 2018 

3.1.9 The University has continued to improve the diversity profile of Court, its governing body, since the last report in 2021, consistent with the commitment articulated in the Court Statement of Intent on Diversity. This sets out the Court’s commitment for its own membership to reflect the diverse nature of the University community insofar as is possible and practicable.

3.1.10 Across its membership, the Court’s gender balance on 31 July 2022 was 48% female, 52% male and the Court has continued to achieve gender balance in its appointed independent membership consistent with the objective of the Gender Representation on Public Boards (Scotland) Act 2018. The diversity of the Court’s ethnicity has also been enhanced with 12% of its membership identifying as Black ethnic origin as of 31 July 2022.

3.1.11 In support of recent recruitment processes to independent member positions, the University undertook measures to increase awareness of the vacant positions among under-represented groups.  The Court’s Governance and Nominations Committee identified the need to be proactive in encouraging more female candidates and candidates from racialised groups. The role description, person specification and advertisement were reviewed to ensure they were inclusive and to emphasise the diversity of the University community and the Court’s wish to encourage applications from women and individuals from protected characteristic groups that were under-represented on Court. The range of advertising networks used beyond mainstream print media was also reviewed to include professional networks for women and other under-represented groups. The prioritisation of encouraging a diverse field of applicants was a key part of the project brief to the recruitment consultants used by the University and interviews were conducted through a gender balanced panel.

3.1.12 A further recent initiative has since been the Court’s participation since July 2022 in the Governance Apprenticeship Programme in partnership with Perrett Laver. The programme aims to address one of the barriers to improving board diversity, namely the limited pipeline of individuals from underrepresented backgrounds with the required board level experience. It provides the opportunity for one individual to shadow the Court for a year, offering the skills, insights, and networks, that can build a solid foundation for future board roles.

3.1.13 These steps have helped the Court to achieve the progress noted above in terms of gender balance, ethnic diversity and age profile. It is recognised, however, by the Court’s Governance and Nominations Committee that there remains further progress to be made in enhancing the wider diversity of the Court in terms of the aspirations set out in its Statement of Intent on Diversity. This remains a priority for action in forthcoming recruitment processes as new vacancies on Court arise.

3.1.14 Gender Profile of the Court
The University Court has a composition of twenty-five. The following figures are based on the membership in office as at the following dates since 2021:

	
	31 July 2021
	31 July 2022

	Women
	11
	12

	Men
	12
	13

	% of membership
	44% Female
48% Male
2 vacancies
	48% Female
52% Male


Table 3: Gender profile of Court 2021 and 2022

3.1.15 Reporting Information Specific to Gender Representation on Public Boards (Scotland) Act

3.1.16 This section reports on the information required by Section 8 of the Gender Representation on Public Boards (Scotland) Act 2018. It covers the period since August 2020 to 31 July 2022.
 
3.1.17 The Act applies to members who are appointed by the Court but excludes members who are elected or nominated. For the University Court, this translates to being twelve of the thirteen independent members of Court (the Senior Governor who, while independent, is elected and therefore excluded).

3.1.18 As of 31 July 2022, the objective of the legislation has been achieved with six of the twelve independent members of Court being female. This has been achieved through the steps outlined above.  Furthermore, as at the time of writing (February 2023) the Court continues to meet the objective of the legislation.

As required by the Act, the following further information is provided:

	
	31 July 2021
	31 July 2022

	Women
	6
	6

	Men
	5
	6

	% of membership
	50% Female
42% Male
1 Vacancy
	50% Female
50% Male


Table 4: Gender profile of Independent Members Appointed by Court 2021 and 2022


	Number of Vacancies
	Number of Recruitment Processes Undertaken
	Number of Applications
	% of Applications from Women
	Number of Appointments Made 
	Number of Appointments Female

	4
	1
	64*
	24%*
	4
	2


Table 5: Recruitment of Independent Members 1 Aug 2020 to 31 July 2022

Note *: While 64 applications were received, only 38 disclosed their gender. The percentage of applications from women given above, therefore, represents the percentage of those 64 applications.

3.1.19 The Court composition by ethnicity can be seen in Table 6 below:

	ETHNICITY 
	PERCENTAGE

	White British
	40%

	White Scottish
	16%

	Other White Background
	4%

	Black or Black British - Caribbean
	4%

	Black or Black British - African
	4%

	Other Black Background
	4%

	Other Mixed Background
	4%

	Not known
	16%

	Prefer not to disclose
	8%


Table 6: Court composition by ethnicity

3.1.20 Gaelic Language Plan 

3.1.21 The Gaelic Language (Scotland) Act 2005 secures the status of Gaelic as an official language of Scotland, recognising it as the same status as the English language. Under the Act, the University has a statutory duty to support the Gaelic language and its endurance in Scotland. The University developed a  Gaelic Language Plan which is overseen by the Gaelic Language Plan Advisory Group which comprises  members from across the University. The University’s Gaelic Language Plan 2019 – 2024 sets out how the University plans to raise awareness of Gaelic, increase the number of Gaelic speakers and embed Gaelic in the University’s activities. The Group reports annually on the University’s progress to Bòrd na Gàidhlig, the public body in Scotland responsible for promoting Gaelic development. 

3.1.22 In March 2022, the University reported to Bòrd na Gàidhlig that between June 2021 and June 2022:
· Six social media posts in Gaelic were released to the University community
· Current data indicated that thirty-one members of staff reported being Gaelic speakers in the Staff Survey 2022. This is an increase of five individuals since 2020 
· The student accommodation team continues to ask students if they would like to share with other Gaelic-speaking students and this is asked bilingually on the online accommodation form
· Undergraduate and Post Graduate degrees in Gaelic Studies and Celtic Studies continue to be offered in the University as well as a Gaelic for Business and Local Authorities course. 

3.1.23 The University successfully bid for funding in July 2022 through the Gaelic Language Act Implementation Fund which will go towards recruiting a Gaelic Language Officer. This role will be based within the Human Resources team but will work closely with External Relations and the School of Literature, Language, Music and Visual Culture. The postholder will support the implementation and raise awareness of the University’s Gaelic Plan 2019-2024. The Gaelic Language Officer will be responsible for identifying and delivering other opportunities to raise awareness and increase the use and learning of Gaelic across the University and in the wider community.

3.1.24 Mental Health and Wellbeing

3.1.25 In September 2021, a Mental Health and Wellbeing Policy for staff and students was approved. The Policy details the University’s commitment to care for the wellbeing, health and safety of its diverse community, supporting and developing people to achieve their full potential, as outlined in the University’s strategic plan, Aberdeen 2040. The Mental Health and Wellbeing Policy underpins the University’s Wellbeing Strategy. It details how the University will support staff and students to maintain good mental health and wellbeing. It also sets standards and responsibilities for the management of mental health and wellbeing for all staff and students. The University has a legal duty of care to its community and is committed to exceeding its minimum legal requirements. 

3.1.26 The University has committed to creating an environment that is conducive to the health, safety and wellbeing of staff and students. The University recognises that individuals identify with many characteristics that combine to contribute to lived experience and the intersectionality of those is important in determining outcomes related to mental health and wellbeing. The University’s strategic plan, Aberdeen 2040 places people and inclusivity at the heart of its vision and the institution aspires to lead the HE sector in promoting good mental health and wellbeing. The University will achieve this through the implementation of its Wellbeing Strategy.

3.1.27 Since the 2021 report:
· An additional five Mental Health First Aid (MHFA) courses were delivered in targeted areas with no or low representation of trained colleagues. Fifty-three new MHFAs have been trained, with 34% being male from priority areas following a campaign to encourage more male colleagues to train to undertake the role
· Twenty-five Welfare Officers were appointed within AUSA sports clubs. The training has been enhanced to include more case studies to further upskill offers in their role to support students. In 2022/23 officers have been given the opportunity to attend ‘Introduction to Suicide Prevention’ with The Scottish Association for Mental Health (SAMH)
· [bookmark: _Hlk119860538]Thirty staff members attended ‘Introduction to Suicide Prevention’ with SAMH, with more courses being planned due to high demand
· BeWell and Inclusion Week took place across the Aberdeen campuses 10th – 14th October 2022 to raise awareness of the pillars of mental health and wellbeing, empowering and supporting the University community to make a positive change in their lives. This included a variety of events such as:
· BeWell and Inclusion Fairs held on the University’s Foresterhill and Old Aberdeen campuses for staff and students. These provided a relaxed environment to network, learn about the support available and win prizes. 1300 staff and students attended the Fairs
· An interactive seminar about building healthy habits was facilitated by the author of “A Toolkit for Happiness”, Dr Emma Hepburn, attracting a hundred delegates
· Breathing and meditation sessions
· University staff panel and question and answer session for National Coming Out Day
· Kundalini Yoga, attended by twenty-one participants
· Online Qigong
· University of Sanctuary event
· Mental Health First Aider networking breakfast and workshop

3.1.28 It is noted that a range of factors impact on staff and student mental health and wellbeing.  The pandemic created unprecedented challenges and the University centred its response on staff and student wellbeing.  The current cost-of living crisis will be impacting on the University community and University has implemented initiatives through its Cost of Living Working Group.  

3.1.29 Staff Survey 2022 Results

3.1.30 The University invited staff to respond to a Staff Survey, managed by an external consultancy, in October 2022. The survey is conducted biennially and overall consistency was maintained in the questions so that comparisons can be made and progress measured. The completion rate was 51%, which is a drop from the 2020 rate of 60%. The reasons for this are being investigated. However, it represents a significant improvement on the 2018 rate of 39%. Overall, the results were positive. 94% of staff agreed that the University is a good place to work and 93% would recommend the University to a friend as a place to study. 

3.1.31 97% of staff confirmed that they were aware of the University’s Equality, Diversity and Inclusion Policy – one of the top scores in the survey. 97% of staff stated that they are not being currently bullied or harassed at work. This figure remains the same as that reported in the 2020 survey and is an improvement of 5.7% reported in the 2018 survey. Any report of bullying and harassment is of concern to the University, and it is committed to addressing this and continues to identify specific actions which will address bullying and harassment. 

3.1.32 The University’s Equality Outcome 7 2021-2025 is:

Reduce the level of discrimination reported in the staff survey from 11% to 5% in 2022

3.1.33 The level of discrimination reported in the 2022 survey was 9%, representing a small reduction but not at the target level of a 6% reduction.  This Equality Outcome will be rolled over to the next Staff Survey and enhanced actions taken to support the achievement of a statistically significant reduction in the levels of discrimination being reported by staff.  

3.1.34 Except for questions related to workload, the 2022 survey results are more positive than   individual or aggregate benchmark results. The 2022 Staff Survey results indicate levels of staff satisfaction and morale that continue to be higher than are generally experienced elsewhere in the sector. 91% of staff stated they are proud to work for the University, with the sector average being 77%. 86% of respondents believe that the University’s Senior Management Team manage and lead the University well. Although this is a drop of 6% in 2020, it is significantly higher than the sector average of 48%. 

3.1.35 At the time of writing this report the Staff Survey results are being collated at a high level and shared with Schools and Directorates.  EDIC will receive a breakdown of the results by protected characteristic to identify where barriers and challenges may exist for staff who identify with a protected characteristic.  The University recognises that generally positive results may mask negative experiences experienced by cohorts of staff who may be small in number but who are important to the University in creating inclusive cultures.  EDIC will also take cognisance of the Race Equality Charter staff survey results when reviewing the Staff Survey results.

3.1.36 It is also noted that the Staff Survey results will be a key indicator for the University in assessing progress against its Equality Outcomes and the National Equality Outcomes.  A review will be undertaken regarding the National Equality Outcomes and how the Staff Survey questions may require to be re-framed to capture the data required.

Action: EDIC to review the results of the Staff Survey 2022 to determine where specific actions may be required to address inequalities (Action 7.4)

Action: Review Staff Survey questions and National Equality Outcomes to ascertain how the questions may require to be re-framed (Action 7.5)

3.1.37 University of Sanctuary

3.1.38 In April 2022, the University applied to the City of Sanctuary Charter for University of Sanctuary status. The application has been well-received, and a panel will be visiting the University to meet with staff and students. In the meantime, the University continues to progress its action plan with key priorities being to enhance communication and engagement with this work with staff and students across the University. 

3.1.39 The University has been supporting staff and students impacted by the Russian invasion of Ukraine and has implemented measures to support scholars and students from Ukraine and the wider region impacted by the war.

3.1.40 At Risk Fellowship Scheme
In January 2023, the University launched its At-Risk Fellowship Scheme. The University will support one At-Risk Fellow per year (studying towards a Masters or PhD qualification) on a rolling basis. The Fellow will be supported for the duration of their period of study (PhD or Masters level) and will receive the equivalent of a PhD stipend (£17,668 in Session 2022/23) towards living costs, a single return trip to cover travel costs at the beginning and end of the period of study, and visa costs, including NHS Immigration Surcharge. If discipline-appropriate, the Fellow will also receive the standard ‘bench fee’ contribution.


